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ABSTRACT
Withintheframeworkofglobalization,therearecertainemergentissuesthatarenotonly
becomingrecurrent,butarealsocomingtothefore inrecentdiscoursesthatpertainto
industrialrelations.Basedon a reviewof veryvastand currentliteraturein this
academicfield of study,thispaperexplorestheseissuesby highlightingthevarious
controversies,challengesandpromisesthattheyposefor industrialrelationspracticesin
thefuture.It concludesbyspecifyingtheimportof theconvergencetheoryincreatinga
commondenominatorthatcharacterizesalmostall employmentrelationshipsworldwide.
INTRODUCTION
The argumentsaboutglobalizationandthesubsequentconvergenceof industrialrelationspracticeshave
beenwidelycanvassedfor at leastthelastfortyyearssincethepublicationof industrialismandindustrial
man(Kerr, et aI, 1960).These~arlyclaims for convergencewere subsequentlyprovento be not only
incorrectwiththeemergenceof manydivergentandvibranteconomies,butalsotheoreticallynaIvedueto
anoverestimationof theimpactof theconvergentforceof technology.However,in thelastdecadeclaims
for convergencehaveagaindevelopednewimpetusasthepaceof globalizationhasaccelerated(McGraw
andHarley,2003).Cooke (2005)in his recentarticleconcludedthatwhile existingcomparativestudies.
haveshedlight on thepracticesof thethreeprincipalactors(tradeunions,employers'association,and
government)of anyindustrialrelationssystem;thesestudieshavemainlybeenbasedon thesametypeof
economy(e.g.advancedeconomyor developingeconomy)and/orgeographiclocations.In his view,cross
economycomparativestudiesremaininsufficient.The fact is that issuesand tensionswhich both the
developedanddevelopingcountrieshavebeenfacingin recentyearsmaybemoresimilarthantheyhave
beenallowed for, despitethe fact thattheir institutionalarrangementsandhistoricaltraditionsmaybe
radicallydifferent.Thesestudiesalsoneedto beconductedwith considerationof boththeemployersand
theirworkers'pointof viewandin thelightof theglobaltrendsin industrialrelations(Cooke,2005).It is
on this notethatthepresentpaper,within thepurviewof thethreeprincipalactorsof industrialrelations
(lR), setsout to explorethe IR emergentissuesthat are becomingrecurrentin both developedand
developingeconomiesandtheconsequencesof theiremergenceon globalIR systems.In orderto achieve
this objective,it beginswith a discussionof globalizationandthecontroversiesaboutconvergenceand
divergenceof industrialrelationspractices,it thenattendsto theseemergentandrecurrentissues,andthen
it concludesby providingthe commondenominatorthattheseissuesbring to the field of industrial
relations.
GLOBALIZATION AND THE DEBATES ABOUT CONVERGENCE AND DIVERGENCE
Over thelastdecadetherehasbeengrowinguseof theterm"globalization"to refertoa seriesof changes
in the internationaleconomy.As Wade(1996)notes,globalizationis normallytakento referto a setof
qualitativechangesin theinternationaleconomywhichareassociatedwith increasesin internationaltrade
in goodsandservices,greaterflows of foreigndirectinvestmentandthegrowthin internationalfinancial
transactions incethe late 1960s.Thesechangesincludeincreasedlevelsof competitionacrossa broad
rangeof marketsand higher levelsof interconnectednessin internationaleconomicactivity.There is
considerabledisagreementabout what exactly has driven globalizationand the extentto whi~h it
constitutesa fundamentalchangein theinternationaleconomy(Wade, 1996;Hirst andThompson;1996,
Weiss, 1998).Nevertheless,with the exceptionof a very few, thereis broadagreementhattherehave
beena seriesof importantchangesin theinternationaleconomywhich arehavinga significantinfluence
on a broadrangeof political andeconomicoutcomes(Held, et aI, 1999;Perraton,et aI, 1997;Garrett,
1998).In thefield of industrialrelationsthereis a widespreadagreementamongstacademics,business
people,policy makersandunionofficials thatchangesin the internationaleconomy,associatedwith the
contemporarywave of globalizationhave importantconsequencesfor nationalpatternsof industrial
relationsin both developedand newly industrializingcountries(Bray and Murray, 2000). There is,
however,less agreementaboutthe precisenatureof the consequencesof globalizationfor industrial
relationsandhow to conceptualizetherelationshipbetweenthesefactors.Broadlyspeakingtherearetwo
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mainapproachesto therelationshipbetweeninternationaleconomichangeandnational,industryand
enterprisel velpatternof industrialrelationsthatcanbeidentifiedintheliterature.Thefirstperspective
canbetermedtheglobalizationor convergenceapproach.Therehasbeena widespreadexpectationon
boththepopularandacademicliteraturethateconomichangesassociatedwithglobalizationarelikelyto
producepressuresfor convergenceof nationallabourpracticesandstandards.It hasbeenarguedthat
globalizationhasproducedsignificantincreasesin competitivepressuresacrossnationalbordersin
virtuallyall productandfactormarketsandincreasedthelocationalmobilityof capital.This,it isargued
hassetin traincommonchangesin labourstandardsasnationalgovernmentsattempttopreventlossof
productiveinvestment.At itsextreme,theconvergenceapproachpredictsauniversal"racetothebottom"
in termsof labourstandardsacrossall economicswhich leaveslittle roomfor nationallyspecific
institutionalformsof labourmarketorganizationwhichmayprovidefortradeunionsecurityorencourage
thepursuitof equityaswellasefficiency.Theconvergenceapproachasbeenusedtoexplaincommon
changesandpressuresfor changein industrialrelationsinstitutionsacrossa broadrangeof economies
(Ohmae,1995;Reich,1991;Jacoby,1995;andTiIly,1995).Thesecondperspectiveontherelationship
betweenglobalizationandindustrialrelationscanbetermedthedivergenceor institutionalistapproach.
Institutionalistanalyseshavestressedtheimportanceof nationalevel institutionsin mediatingand
refractingcommoneconomicpressures.For institutionalists,the mediatingrole of nationallevel
institutionsexplainspersistentcross-nationaldifferencesacrossarangeofvariables,includingpatternsof
labourmarketregulation,despitesignificantcommonpressuresemanatingfrom the international
economy.This approachsuggeststhattherelationshipbetweeninternationaleconomichangeandthe
domesticinstitutionsof industrialrelationsisnotassimplisticasimpliedbytheglobalizationapproach.It
alsosuggeststhatmanyimportantvariablesthatexplaindifferencesin nationalpatternsof industrial
relationsaredomesticandinstitutional,ratherthaninternationalndeconomicincharacter.Examples0
explicitlyinstitutionalistanalysesincludeworkby Turner(1991)andThelen(1993)whichexamine
industrialrelationsdevelopmentsinGermany.Theybotharguethatthedualsystemof industrialrelations
inGermanyhasallowedGermanunionstowithstandpressuresof globalizationbetterthanworkersinthe
US andSweden.Institutionalistargumentshavealsobeeninfluentialinmainstreamcomparativeindustrial
relationscholarshipandusedto explainthepersistenceof nationaldifferencesin industrialrelations
institutionsand outcomesin the face of commoneconomicpressures(Locke and Kochan,I996)
Therefore,despitewidespreadagreementabouthesignificanceof changesin theinternationaleconomy
fornationalpatternsof industrialrelations,thereis considerabledisagreementi theliteratureabouthe
precisenatureof therelationshipbetweeninternationaleconomichangeanddomesticinstitutions0
industrialrelations.On the one hand,the globalizationor convergenceapproachattributescausal
significanceto internationalndeconomicvariablesandpredictsbothsignificantchangein national
patternsof industrialrelationsin linewithchangesin theinternationaleconomyandincreasedlevels0
convergenceof industrialrelationspatternsbetweencountries.On theotherhand,theinstitutionalistor
divergentstressestheimportanceof domesticandinstitutionalvariablesin shapingnationalpatterns0
industrialrelationsandasa resultpredictscontinuityinnationalpatternsof industrialrelationsovertime
and evenincreasedivergencebetweenationalpatternsof industrialrelations.In summarizingsome
broadconstraintsonconvergence,Salomon(1997)hasnotedthatcountriesmayexhibitthefollowing:
differentlevelsof economicdevelopment;uniquepoliticalandeconomicframeworks;differentcultural
valuesandinstitutions,intra-nationalsystemheterogeneity;differenceatsocietalandorganizationallevel
inrelationtoprocessesof employmentrelations;divergencebetweentherhetoriconcerninginstitutional
frameworksandtherealityof practice;variationsin the take-upandoperationof technology;and
alternativesolutionsto commonproblems.The remainderof thispaperthereforeseeksto revealthe
presentsituationof theconvergenceor divergenceperspectivesto contemporaryindustrialrelationsby
drawingourattentiontospecificemergingissuescuttingacrossmostcontinentsoftheworld.
EMERGENT AND RECURRENT ISSUES
Managementof theemploymentrelationshiphaschangedmarkedlythroughouttheworldinthelasttwo
decades.Thishasbeenthesubjectofconsiderabler searchanddocumentation,muchof itpresentedatthe
lastthreeWorldcongressesof theInternationalIndustrialRelationsAssociation(Markey,etal,.2001).
Consequently,oneis temptedto probedeeperintothedynamicsof thesechangesandhowtheyhave
affectedthelandmarksof modemindustrialrelationsystems.Thereforethissectionof thepaperwould
seektodistiloutthesecurrentissuesthatpervadeourworldeconomies.Withoutfurtherado,theseissues
are:
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DIMINISHING VALUE FOR COLLECTIVE BARGAINING: Collectivebargainingin itsbroadest
senseisamachineryfordiscussionandnegotiation,whetherformalandinformalbetweenemployer(s)and
workers'representativeness,aimedat reachingmutualagreementor understandingon the general
employmentrelationshipbetweenthe employer(s)and workers.Whenexaminingdevelopmentsin
industrialdemocracyoverthelastdecadeorso,it isclearthat,inmanycountries,the.collectivebargaining
processhasdeclinedin significancein industrialrelations(Gill andKriegler,1999).Underlyingthese
changeshavebeentheglobalizationof marketsandproduction,fundamentalpoliticalchangesbasedona
neoliberalistagenda,rapidtechnologicaldvancesandtheemergenceof ideologiesthathavebuttressed
thepowerof managersat enterpriselevel.Indeed,to manyobservers,thecontemporarypoliticaland
economiconjunctureseemstoofferlittlehopefor therealizationof thelonghelddesirefor industrial
democracybasedonnotionsof the'rights'of employeestoparticipateindecisionsintheirfirms.Rather,
increasedeconomiccompetitionand a concernover economicperformanceamongindustrialized
economiesappearto haveresultedin developmentswhichmaketherealizationof greateremployee
participationi managementmoredifficulttoachieve(Markey,etaI,2001).So farastradeunionsand
collectivebargainingareconcerned,thereis a linkbetweenthechangingnatureof collectivebargaining
andtheemergenceof newformsof participation(bothindirectanddirect).Until the 1980s,in many
countries,includingtheUnitedStates,collectivebargainingwasthepreferredmeansbywhichwagesand
conditionsweredetermined(Markey,etai,2001).Thelastdecadehaswitnessedanextensivereform0
collectivebargainingstructuresinmanyEU countries(Pochet,1999).Thesereformshavebeentriggered
by theinteractionbetweenseriesof pressures:exogenous(theneedto complywith Economicand
MonetaryUnion,i.e.EMU) andendogenous(theimpactofchanginglabourmarkets). Interpretationa d
projectionhavepresentedtwoscenarios(Regini,2000):thefirst,employer-ledviewpredictsderegulation
anddecentralizationthroughthesubstitutionof collectiveby individual(market-driven)regulation,a
processwhichtradeunionmovementsarenowtooweaktoresist.Theoutcome,accordingtothisscenario,
wouldbe wagemoderationtriggeredby thedecentralizationf wagedeterminationandthegradual
eliminationof barrierstofreeindividualbargainingbetweenemployersandworkers,thusleadingtowider
wagedifferentials(Romo,2005).A secondscenario(Perez,2002;Soskice,1990)discountstheprobability
ofacrosstheboardderegulationanddisorganizeddecentralization;moreprobableisaprocessof growing
wagecoordination,withbeneficialeffectsoncompetitiveness.In thisview,changederivesfrominter-
associationalconcensusupportedby governmentratherthanpureemployerinitiatives.Bothscenarios
coincidetogiveemployersand/orgovernmentsa leadingroleintheprocessof change,hencepredicting
convergencein wagebargaininginstitutionsandoutcomes,reflectingtheweaknessof unionsandthe
discipliningroleofEMU (Romo,2005). In manysub-SaharanAfricancountries(whichincludesGhana,
BurkinaFaso,Zimbabwe,Uganda,Tanzania), collectivebargainingwas muchwrittenaboutand
discussedinthe1970s,butdroppedoff theagendaofpolicydecisionmakersduringthe1980sand1990s.
Thispartlyreflectstheprocessof policydecision-makingin theeconomicreformsduringthe1980s,
whichbecameincreasingly'closed'andcharacterizedbylimited,if any,consultationbetweenthevarious
interestgroups,includingemployers'organizationsandtradeunions(GeestandHooven,1999).In
Nigeria,despitegovernmentdeclaredintentionto allowwagesandsalariesto bedeterminedthrough
voluntarynegotiationandcollectivebargainingagreements,directgovernmentinterventionin wage
determinationhasbecomeveryprominent(Banjoko,2006).Consequently,collectivebargaininghasbeen
relegatedtothebackgroundinNigeria.Thestrikingsimilaritiesinthedevelopmentanddilemmaof trade
unionisminpostsocialistRussiaandChina,despitetheradicaldifferencesin theeconomicandpolitical
trajectoriesof thetwocountries,suggesthatthechallengesfacingtheirtradeunionsdo notsomuch
reflecthespecifichistoricalexperienceof eachas thestructuralfeaturesof post-socialism(Clarke,
2005).Theargumentthatthelimitationsof post-socialisttradeunionismarestructural,ratherthanan
expressionof ideologicalandpoliticallegaciesandconstraints,is reinforcedbytheextento whichin
Russia(andinEasternEurope)the'alternative'tradeunionshavetendedtoreproducethestructuresand
practicesof theirt~aditionalcounterparts(Clarkeetal. 1995:Ilyin,1996).Immediatelyafterthecollapseof
statesocialism,thenewtradeunionsrepresentedthemselves,andwererecognizedby theinternational
tradeunionmovement,as'real'tradeunions,in polaroppositiontothetraditionalunions.Nevertheless,
.thenew tradeunionsfacedconsiderabledifficulty in establishingeffectiveprimarytradeunion
organizations,inthefaceof managementoppositionandthesceptismof employees,othattheirprimary
organizationswerefrequentlyforcedintothesamecompromiseswithmanagementascharacterizedthe
traditionalunions.The reproductionof theirtraditionalpoliticalandmanagerialroleshassecuredthe
institutionalsurvivalofthetradeunionsinthetransitiontoacapitalistmarketeconomyinbothRussiaand
'i,China,attheexpenseof theirabilitytoarticulatethegrievancesandaspirationsof theirmembersthrough
collectivebargaining.Any effectiveattemptsto developthedefensiveroleof thetradeunionsthreaten
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theirinstitutionalsurvivalastheycomeupagainstheoppositionof employersandthestate.In orderto
maintaintheirprivileges,thetradeunionshaveto containthegrievancesandrestrictheaspirationsof
theirmembers,furthererodingtheirauthorityin theeyesof thosemembers(Clarke,2005).This again
underminesthecollectivebargainingprocesscharacterizedby thesocalled'real'tradeunionsin post
socialistcountries.Thepointbeingemphasizedin thediscussionsaboveis thatin bothdevelopedand
developingcountries,thecollectivebargainingprocesshasalmostbeenobliteratedbyeithertheemployers
orthestate,orsometimesbothof them.
DECLINING RATE OF UNION DENSITY: Uniondensityis a percentageexpressionof tradeunion
membershipamongstagivengroupofemployees.It referstotheactualunionmembershipofanemployee
group,dividedby its potentialunionmembershipmultipliedby 100%.It is a commonfactthattrade
unionsarestronglydependentontheirmembershipfor theirabilityto reachobjectivesandgoals.The
membershipprovidestheresourcesthatarenecessaryforaunion'ssuccessandcontinuedexistence.The
resourcesobtainedfrommembers,uchasuniondues,voluntaryparticipationi tasksandactivitiesinor
on behalfof theorganization,participationi collectiveaction,etc.,areimportantfor thepursuitof
collectivegoalsaswellasforprovidingselectivegoodsandservicesforindividualmembers(Knokeand
Wright-Isak,1982).In ordertosecuretheavailabilityof thenecessaryresources,tradeunionsmustnot
onlyattractmembersbutmustalsoretainthem.However,therehasbeenadecliningrateof uniondensity
sincethe last two decades.Duringthe 1980seconomic,structural,industrialandpoliticalchanges
interacted,in differentwaysandto differingdegrees,to underminethetraditionalfoundationsof union
activityandorganization(Western,1995)andreshapethecompositionof theunionizedworkforce.
Economicrecessionandhigherratesof unemploymentthroughouttheadvancedcapitalistcountriesnot
only sappedthebargainingstrengthof unions,butalsodeprivedthemof members(Richards,2001)
StructuralchangesinBritainunderminedthetraditionallystronglyunionizedsectorsofadvancedcapitalist
economiesuchas heavyindustryandmanufacturing(Richards,2001).In bothabsoluteandrelative
terms,themanufacturingsectorsof mostadvancedcapitalisteconomiesshrankconsiderablyduringthe
early1980sandshowedfewsignsof robustrecoverythereafter.Employmentlevelsin manufacturing
slumped,whilethepercentageof workersemployedin manufacturingdeclinedsteadilythroughoutthe
1980s(Richards,1995).Sucha trendensuredthatunionsbasedin thesesectorssufferedsteady
membershiplosses.In theUSA, 10.8millionjobsconsistingprimarilyof full-time,andheavilyunionized
jobs in basicindustriesuchassteel,transportation,automobilesandrubberdisappearedthroughplant
closuresandcutbacksbetween1981and1986(Coggins,1989).Between1980and1988,theUnitedAuto
Workerslostover300,000members.Between1980and1987,theMachinistslost32percentof their
membership,theCarpenters,22 percent,andtheElectricalworkers23 percent(Salvatore,1992:89).
Similartrendsaffectedthetraditionalbastionsof tradeunionismelsewhere.In Britain,duringthe
recessionof 1980-81,nearlyhalf of theTradeUnionCongress(TUC) membershipgainedduringthe
1970swaslost(Maksymiwetal.,1990:17).Between1979and1987,thenumberofjobsinmanufacturing
fellsharplyby1.954million(or27percent).As intheUSA, unionswhoserespectivemembershipswere
heavilyconcentratedintheblue-collarindustrialandmanufacturingsectorsof theeconomyfaredbadly,
in termsof numericalstrength(Richards,2001).Also in Germany,uniondensityhasfallen,andis now
lessthan30percentinthecountry(SchmidtandDworschak,2006).Thisfallhasbeenattributedtoashift
towardsdecentralizedcollectivebargaining,whichhasresultedtoadecreasein uniondensityfrom39.7
percentin 1980to 29.8percentin 2000(Ebbinghaus,2002). In thesamevein,Australiais alse
experiencinga declineinuniondensity.Thishasbeenattributedtostructuralchangesintheeconomyand
associatedshiftsin employmentintolessunionizedindustries,occupations,andtypesof employmenl
status(GriffinandSvensen,1996).A conservativecoalitiongovernmenthasfurthererodedtheposition0:
unionsthroughindustrialrelations'reforms'includingtheprohibitionof compulsoryunionisman<
preferenceclauses,theencouragementof individualcontractsandenterprisebargaining,andthereductiOI
in thepowersof theAustralianIndustrialRelationsCommission(DavidsonandGriffin,2000).In additiOl
to contributingto realconstraintson unionsubscriptionandparticipation,thesechangeshavebeel
accompaniedbytherhetoricalentrenchmentof individualistvaluesassociatedwithfreemarketliberalisn
(GriffinandSvensen,1996;Hartley,1995).This is reflectedin whatsomepeakunionsin Australi;
perceiveto be a decreasein peoplesideologicalmotivesfor joining unions(Peetz,1998).In i
comprehensivereviewof theindustriallandscape,(Peetz,1998)revealedthatwhilemanyothercountrie
otherthanAustralia reexperiencingadeclineinuniondensity,thisphenomenonisparticularlysevereil
Australia.Developingcountriesarealsoexperiencingsharpdeclinesin uniondensity.For exampleil
Poland,tradeuniondensitydroppedfrom80percentof theworkforceto 14percentin 2002(Katzanl
Kochan,2004).Fashoyin(1992)studiedthetrendsinuniondensityinNigeriaandfoundoutthatin 1965
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1975, and1985,therateofuniondensitywas44.2%,39.6%and35.1%respectively.Thesefiguresrevea
adecliningrateof uniondensityovertime.ThoughthereispaucityofdataofwhatuniondensitycurrentI
lookslike,it is believedthattherecouldhavebeena furtherdeclinefollowingtheveryharsheconomi
reformsundertakenby thePresentNigeriangovernmentandthesubsequentweakeningof theNigeri
LabourCongress(NLC), whichsupposedlyis theumbrellaorganizationof all tradeunionsin Nigeria
The summaryof thesediscussionson decliningrateof uniondensitypointsto theclaimof man
commentators,thatthedevelopmentsin industrialsocietysincetheendof the 1970squestionth
continuingrelevanceof tradeunionssolidarityandcollectivism(ClarkandRempel,1993;Gyes,etal
2001).It isarguedthatsocio-economictrendsuchasincreasingindividualizationa dnewformsofwor
arrangementshavefosteredthediffusionof individualorientationsattheexpenseof traditionalforms0
unionsolidarity(Valkenburg,1996;Zoll, 1996).
TRADE UNIONS SERVING AS MERE PUPPETS: Whilethedeclinein collectivebargainingan
uniondensityis undeniable,thereremainsunansweredquestionsaboutwhatdifferencea unionpresenc
continuestomakeintheworkplace.Informationonthisscoreisrelevanttothedebatesabouthefuture0
tradeunions.The startingpointfor theanalysisis thatunionpresencecanbe advantageousto bo
employersandemployees,forexample,byfacilitatingorganizationalperformancewhilealsopermittin
improvedtermsandconditionsforemployees.Buthowis it possibleforthepresenceofpowerlessunion
to benefitbothemployersandemployeessimultaneously?Themostinfluentialanswerto thisquestio
derivesfromFreemanandMedoff(1984),whoarguedthatunionsdonotonlyoperatethroughpower
basedbargaining,buttheyarguedthatthiswasoutweighedbythepositive ffectsofvoice.Theydescribe
variouswaysin whichvoiceproducedits effects,andof these,themostrelevantcanbe classeda
'informational'(White,2005).Unions,byprovidingvoiceservices(e.g.bringingtogether,interpretingan
amplifyingemployeevoice;andalsocommunicatingemployers'messagesto employees),can hel
employersto obtainvaluableinformationfromemployeesat a reducedcostandto communicate
employeesin a legitimatedmanner.At thesametimeunionsby organizingthecollectivevoice0
employeesandensuringthatit is heardby managementhelpto geta widerrangeof thingsemployee
want.Of course,theideathatunionscouldproducepositive ffectswasalsofamiliarinpre1980sdebate
aboutunionism.For instance,it wasoftenarguedthatunionsprovidedan incentivefor managerial
efficiency,throughwagebargainingpressureonprofits('theshockeffect').However,thevoiceconcepti
increasinglyattractivenotonlybecauseof itsfirmerfoundationsinmainstreameconomictheory,butal
becauseit resonateswithaneraof rapidchangein workorganization(White,et aI.,2004),whereb
employerselyincreasinglyonknowledgeandactiveinvolvementofworkersinseekingtobecompetitive.
FreemanandMedoff(1984)emphasizethatcooperativeinstitutionsbetweenemployersandunionsar
crucialfor voicebasedindustrialrelations.Althoughcollectivevoiceprovidesanexplanationof ho
mutualgainscanbeachievedbyemployersandemployees,thismaynothappenin practice.Especially,
employers(ormanagement)maypreferto ignorecollectivevoiceor suppressit. In recentreworking0
FreemanandMedoff'sargument,Bryson,etal (2004)concludethatemployer'schoiceplaystheprimary
rolein whethercollectivevoiceis implemented.Hyman(1997)is anotherwhostressestheprimacy0
managementi decidingwhatunioncando.In theU.S.A.,someattentionhasbeendevotedtospecifyin
themanagerialpoliciesthatcandeliberatelyengendercooperativeunionsandleadto mutualgains
(KochanandOsterman,1994).Theseauthorshavearguedthattheimplementationf innovativeand
performance-nhancinghumanresource(HR)practiceswill generallybemoreeffectivewhereunionsare
involvedandemployeescanseedirectadvantagesforthemselves.Nonetheless,othershaveconcludedtha
inpractice,managementhastendedtopursueinnovationinHR withtheaimof increasingperformances
whileofferingfewornogainstoemployees(Osterman,2000;Ramsey,etaI,2000).RecentlyinNigeria,
asinothermoreadvancedeconomies,thecollectivevoiceconcepthasbeenutilizedincreatingasense0
commonpurposeandsharedcorporateculture( Fajana,2000).Thereis alsoanextensiveU.S. literature
whichadvocatesor recognizesthatmanagementmaywantto createotherinnovativevoicebased
alternativestounionizedemployeerelations(Beeretal; 1984;Foulkes,1980;Kochanetal; 1994;Lawler,
1986;Pfeffer,1994).Forexample,managementcandevelopitsowncommunicationmethodstoreplace
dependenceon union-organizedvoiceservices,andit canuseincentivesandbenefitsto weakenthe
financialattractionsof unionmembership.In thesecircumstances,whatlookslikecooperationandmutual
gains(intermsof theimmediateoutcomesforbothsides)canbeastageonthewaytosideliningunions.
Unionsmaycooperatewithmanagement'sagendafor a widerangeof reasons;atoneextremebecause
theyseegreaterlongtermbenefitfor theirmembersfromsucha relationship,andattheotherextreme,
becausetheyareweakandjudgecooperationtobemeansofsurvivaJ.Muchof therecentcommentaryon
Britishunionshastendedto assumethelatter(White,2005).Whenunionsarecloselyalignedwith
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employers,asforexampleinthecaseof Japanese-stylecompanyunions,thiscanleadtocomplianceand
tokenism,ratherthanmutualgains(Danford,1999).Whateverunions'motives,acrucialpointiswhether
theircooperationwithmanagementdeliversgainsfor employees.If it doesnot,cooperationhasto be
regardedasaformof marginalization.
UPSURGE OF NEO-UNITARISM AND STRATEGIC HUMAN RESOURCE MANAGEMENT:
Whereashumanisticandpowersharingargumentsweredominantinthe1960sand1970s,organizational
efficiencyhasprovidedthestrongestbasefor promotionof employeeparticipationsincethe 1980s
(Markey,2001).Theimportanceoforganizationalefficiencyasamotivationforemployeeparticipationhas
beenconfirmedby itsassociationwithstrategicHumanResourceManagement.Accordingto Markey
(200I), thepurposeof strategicHRM practices,whichhavespreadsowidelythroughouttheworldin
recentyears,hasbeentoenhanceproductivityattheworkplacelevelbyattemptingto linkemployment
policiesandpracticemorespecificallyto corporatestrategy.Someof themajorcomponentsof these
changeshaveincludedincreasedresponsibilityof line managersfor employmentpolicies,flexible
employmentpractices,broadeningjob structures,performanceappraisal,increasedtraining,performance
relatedpay schemes,directcommunicationwith employees,policiesdesignedto build employee
commitmentto the firm,anddecentralizationf collectivebargainingoverwagesandemployment
conditionstowardstheenterprisel vel.Thegrowingincidenceof thesemanagementpracticeshasbeen
widelydocumentedinternationally,andclassifiedby a numberof authorsas partof a newgeneric
typologyof strategicHRM, whichis philosophicallylocatedin a neo-unitaristframeof referenceof
industrialrelations(Kramer,1998;Morehead,etal.1997;KochanandPiore,1995).Neo-unitarismbuilds
onexistingunitaryconceptsbutit is moresophisticatedin thewaysit is articulatedandappliedwithin
enterprises(Fajana,2000).Itsmainaimseemsto integratemployees,asindividuals,intothecompanies
in whichtheywork.Its orientationis distinctlymarketcentred,managerialistandindividualist.The
emphasisof neo-unitaryapproachesto industriAlrelationsor whatsomeof itsprotagonistsdescribeas
"employeerelations"-is thatcommitted,motivatedandwell trainedpeoplearethekeyto corporate
success.Neo-unitaryapproachasbeenadoptedin responseto competitiveproductmarketpressures,
weakenedunionsandincreasedemployerandmanagerialconfidencein theworkplaceandthelabour
market.(Fajana,2000).StrategicHRM contrastswiththepluralistypologyof industrialrelations.This
typologyis characterizedby an assumptionthatconflictis inherentin theemploymentrelationship,
regulatedby clearlydelineatedemploymentcontractsthroughcollectivebargaining,nationalstandards,
customsand practice,employeemanagementby specialistindustrialrelationsor humanresource
managers,divisionof labour,andamajorrolefortradeunionsinbargainingandcommunicationbetween
managementandemployees(Kramar,1998;LooiseandVanRiemsdijk,1998;Storey,1995;Legge,1995).
Accordingto Wood,etal. (2005),strategicHRM issuesuchasdirectcommunicationa dinformation-
sharingarehallmarksof the'transformed'industrialrelationsproclaimedbyKochanetal.(1986).In the
USA suchinnovationsin industrialrelationshavelongbeenseenasapotentialsubstituteforunion-based
systems(Foulkes,1980).In a similarveinin theUK directcommunication,whichis a componentof
strategicHRM is partof thevisionof theendof labourinstitutionsthatPurcell(1995)portrayedin the
early1990s.In Nigeria,strategichumanresourcemanagementbasedona neo-unitaristphilosophyhas
alsobecomeverypopularamongenterprisesin themiddle1990s(Fajana,2000). In suchscenarios,
managementratherthanthestateor unionsis thepivotalactorin thecreationof industrialrelations
systems.Moreover,managementhasusedthisenhancedpowerto developa newstyleof HRM- high
commitmentmanagement-in whichdirectcommunicationwiththeworkershasacentralrole.Formany
othersthisrequiresa fundamentalreorientationof thesubjectof industrialrelationsothatnon-union
methodscometothefore(Kaufman,2001).
CONCLUSION
Thispaperhassuccessfullyidentifiedfouremergentissues(diminishingvalueforcollectivebargaining,
decliningrateof uniondensity,tradeunionsservingasmerepuppets,andupsurgeof neo-unitarismand
strategichumanresourcemanagement)thatpresentlyunderscorebothdevelopinganddevelopedindustrial
relationsystems.Whileweacknowledgethattherearesomecaveatstothespecificissuesraisedin this
paper,however,wewouldprovideexplanationsforthesecaveats.Firstandforemost,basedonthenature
of thepaperwhichpresentscomparativeindustrialrelationsincontemporarytimes,itwouldbeextremely
difficultto puttogetherandanalyzein a singlepaperall industrialrelationsystemsin today'sworld
economies;and so we are presentlyusingthe situationin few countriesto makesomegeneral
extrapolations.Thereasonfordownplayingthecaveatformsthecentralthemeof thispaper,andthiswill
beexplainedin thelatterpartof thisconcludingsection.Secondly,eventhoughwehaveidentifiedonly
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fouremergentissuesinthisacademicfieldof study,thereareotherissueswhicharecomingtotheforein
recentdiscoursesin industrialrelations,forexampletheissueof thewideninggapin genderinequality
occasionedbyglobalizationisoftenfeaturedinrecentresearchin industrialrelations(Tongo,2005).This
phenomenoncutsacrossbothdevelopinganddevelopednationsof theworld.However,thegenderissue
transcendstheboundariesof industrialrelations,andis oftena topicalissueinotheracademicfieldslike
sociology,theology,psychology,law e.t.c.Consequently,any issuethatis not only uniqueto or
peripherallyrelatedtoindustrialrelations,hasbeenleftoutof thispresentarticle.Thethirdcaveatwhich
isthemainthrustof thispaperestsonthefactthateventhoughwehaveassumedthatthesekeyissues
havepenetratedtheindustrialrelationsystemsof bothdevelopedanddevelopingcountries,yetthereare
countriesintheworldinwhichtheseissuesareuncommon.Forexample,despiteconomicglobalization,
uniondensityin thetradeunionsinthemetalsectorin theNordiccountries(Denmark,Norway,Sweden,
andFinland)remainsexceptionallyhighcomparedto anyotherEuropeanregion.The coverageof
collectivebargaininghasalsoremainedintactbyEuropeanstandards(Anderson,2006).Suchcasesthat
deviatefromourgeneralizationthatbothdevelopinganddevelopedcountriesareexperiencingthefour
emergentissuesarenotto beunexpected.As it is believedthatthelevelsof integrationof different
economiesintotheeconomicglobalizationprocesshouldmirrorthedegreetowhichthesefourissuesare
experiencedinworldeconomies.It canthereforebehypothesizedthatthediminishingvalueforcollective
bargaining,decliningrateof uniondensity,tradeunionsservingasmerepuppets,andtheupsurgeinneo-
unitarismandstrategichumanresourcemanagementarevariablesthatcorrelatewiththeeconomichoice
of supranationalorganizations(IMP, World Bank,andWTO). This economicchoiceinvolvesthe
pursuanceof a marketratherthana peoplebasedmodelof economicdevelopment.In thenfollowsthat
thoseconomieswhichadherestrictlytothiseconomichoicewouldreflecthese mergentissuesintheir
industrialrelationsystems.Contrarily,thoseeconomiesthatare'looselyattachedtothiseconomichoice
woulddepicta departurefromtheseemergentissuesin termsof theirindustrialrelationsystems.For
instance,thesharpcontrastbetweenthemetalsectorinNordiccountriesandtheircounterpartsin other
Europeancountrieswithregardstothesefourissuescanbeexplainedbytheabovelineof argument.It
wasfoundoutthatNordicmetalunionsarenotactivelyengagedinglobal,andespeciallyEuropean-level
policymaking,includingthecoordinationof bargainingprocessesfor fearthatEuropeanregulationmay
underminetheirnationalbargainingautonomyandtheproblemof winningthesupportof theirmembers
forEuropeanandglobalactivities(Andersen,2006).SinceEuropeanregulationis mainlybasedonthe
economichoiceof supranationalorganizations,It canthereforebesaidthattheweakattachmentof the
Nordicmetalsectorto theeconomichoiceof supranationalorganizationsi responsiblefor theirhigh
uniondensityandcollectivebargaining.Thereforethedownplayingof theproblemin usingveryfew
countriesto makegeneralstatementson the stateof industrialrelationsin contemporarytimesis
justifiable,giventhefactthatdifferencesin industrialrelationsacrosstheglobeonlyreflectdifferencesin
theextento whichthevariouseconomiesof theworldhaveintegratedthemselvesintotheeconomic
choiceof supranationalorganizations.By thisargument,hedivergencetheoryto industrialrelations
becomesirrelevantbecauseitholdsthatnationallevelinstitutionshavethecapacitytomediateandrefract
commoneconomicpressures.Thesenationalevelinstitutionsincludedifferentlevelsof development,
uniquepoliticalandeconomicframeworks,differentculturalvaluese.t.c.Thistheorybecomesunpopular
especiallywhenweconsidera Marxianperspectivetoanalyzingcontemporaryindustrialrelations.Karl
Marxin hisdialecticalmaterialismthesismaintainedthattheinfrastructuresof industrialsocietyshape
theirsuperstructures.Theinfrastructuresbeingtheeconomicsubsystemsandthesuperstructuresarethe
othersubsystems(whichincludestheindustrialrelationsubsystemdealingwithall thegamutof issues
thatpertaintoemploymentrelationships)of industrialsociety.Goingbyhisviewif theeconomiesof the
world,includingthoseofdevelopedanddevelopingcountriesconvergetoembracetheeconomichoiceof
supranationalorganizations,theywouldapplysimilareconomicpoliciesin runningtheiraffairsandthis
wouldultimatelymouldtheirindustrialrelationsubsystemsintooneuniqueform.It isonthisbasisthat
theconvergencetheoryhastakena rightfulplacein thepresentschemeof thingsin industrialrelations.
Butthequestionthatnowarisesis;whataretheindustrialrelationsystemsconvergingto?Basedonthe
fouremergentissuesraisedin thispaperthereis littlegainsayingthattheseissuespointtoa futurein
whichtheworldtradeunions(boththoseof developedanddevelopingeconomies)if theyexistatall
wouldlackthepowerto forgetheinterestsof theirmembers.Consequently,contemporaryindustrial
relationsystemsareconvergingtowardsoneuniquetypethatis characterizedbytradeunionweakening
orextinction;andthisresultstotheexposureof individualemployeestotheexploitativet ndenciesofthe
employers.Thereareactuallytwooptionsleftfortradeunions.It iseithertheymaintainthestatusofbeing
merepuppetsin thefutureastheworldeconomiesgetincreasinglyglobalisedorcometogethertoresist
theeconomichoiceof supranationalorganizationsin~rderforthemtoregaintheirpower.Thestrategies
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tobeemployedtoputupsucha resistanceis a subjectof anotherpaper.Buttheballis actuallyin their
courts.
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